treatment of each participant in the economic process; and from the role human, relational, and spiritual capitals play in the modern management.
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NEED OF THE NEW PARADIGM IN MANAGEMENT SCIENCES
The concept of the maximization of profi t for the owners and shareholders seemed strong enough until recently and was backed by the centuries-old homo economicus model that the attempts of the new paradigms implementation in the management sciences remained generally in the sphere of scientifi c analysis and theoretical researches.
The need of change to the fundamental management concept was announced already in the 1990s, but only the worldwide crisis, revealing the catastrophic results of this concept and mainly of the cupidity, egoism with the lack of any sort of ethics among businessmen and fi nanciers in the fi rst decade of the XXI century, showed the necessity of the elaboration and implementation of the new pattern in management sciences.
The effects of exclusion of ethics and morality from the modern human behaviors are visible in every aspect of social, political, cultural, spiritual, and economic life. In the economic dimension this crisis is manifested primarily in the negation of the basic laws of economics, entrepreneurship, market, and in the denial of the essence and meaning of human work. Companies are often evaluated only in the fi nancial aspect. Money, rather than a measure of the value of work and property, has become a commodity and an element of speculations, bringing in huge profi ts. The market, rather than serving the economy, has become its destruction instrument: the goods, services and, fi rst of all, human work became the objects of speculative capital manipulation. Work and entrepreneurship have lost their meaning because the greatest fortunes are the result of speculative transactions in the fi eld of virtual money operations (Grochmal 2012) . The dominant contemporary goods are not any longer the product of factories as a result of real economics, but are generated outside of it by the international fi nancial institutions and banks.
Such a situation causes enormous economic and moral destabilization that affects many entrepreneurs and business owners as well as the ordinary citizen. It leads to the increasing phenomenon of injustice and social exclusion. Therefore, the need of the new paradigm in management sciences exists. First of all, it should take into account an ordinary citizen and his/her role and place in the economic and social processes. The execution of such paradigm requires essential mental changes by the shareholders, as well by the employees and other stakeholders. Furthermore, the paradigm based on the personalistic concept of management requires cultural changes which take new elements of the organizational culture of business into account.
The need of creation of a new paradigm in management sciences is an object of numerous researches and scientifi c publications (Drucker 2009, Grudzewski and Hejduk 2008; Hamel and Breen 2008, Kostera 2008; Kowalczewski 2008; Sułkowski 2012) . A big extent of the disintegration of management sciences and many incomparable and incoherent theories create a real diffi culty in the evaluation of new ideas and also in the attempts of creating a unique one, the integrated concept of management. The lack of homogenous, coherent and solid system results also from the division of management sciences into many sub-disciplines, each of them preferring own theories and concepts.
The typology of paradigms in management sciences is very inconsistent and incomplete. In the fi rst instance, one can differentiate the paradigms due to the historical development of their concept according to various management schools based on ontological, epistemological or axiological premises (Hejduk 2004) . Another criterion of the typology may be the division of management sciences into sub-disciplines: there are over a dozen of different fi elds differing by preferred methodology, object of research or approach, and the attitude of the researcher. Creating a paradigm for each of the disciplines leads to excessive scrutiny (even with the common ontological or axiological base) and contradicts the very concept of a paradigm.
The paradigms considered to be dominant in the social sciences fi eld, elaborated by Burrell and Morgan (1979) , seem to be useful also to management sciences; however, dichotomous divisions of the character of science (objective -subjective) and the nature of society (radical change or regulation) do not exhaust the complex nature of these two realities. Hatch (2002) combines the approach of Burrell and Morgan with historically developed concepts beginning from the neopositivism all the way to postmodernism. In the management sciences literature on paradigms one can fi nd numerous ideas and attempts of the complex approach to this subject matter, usually in terms of ontology, epistemology and methodology of the research processes (Sułkowski 2012) . Polish researchers have brought a signifi cant contribution to the problem of the paradigms in management sciences: Grudzewski et al. (2008 Grudzewski et al. ( , 2010 , Gwiazda (2010) , Kostera (2008) , Kowalczewski (2008) , Penc (2010) , Sułkowski (2013) . Drucker (1999) making a critical evaluation of the assumptions, currently effective in management theory and practice, presents postulations of a new paradigm which already proved to be true in the fi rst years of the twenty-fi rst century.
Practical assumptions of some paradigms refer to the perception of the role of external stakeholders in the management process (eg. of clients); it is an important and reliant issue because the contemporary entrepreneur should not only satisfy the expectations and needs of clients, but also shape them (eg. by producing goods and esthetic products, taking into account not only their use but also the culture of utilizing, as with the pro-ducers of toys which not only enjoy, yet teach and suscitate the interests of children). Ferguson (1993) presents an attempt of departure from the concept of the pursuit of material welfare as a pattern of the economic activities promoted for many years now; she proposed: -instead of unlimited consumerism -a moderate consumption; -instead of hierarchical management -including the employees to the decision-making processes; -instead of aggressive competition -collaboration; -instead of domination and manipulation on the nature -the environmental concern and an authentic ecological sensibility; -instead of only economic motivation-the sensibleness of the spiritual values exceeding the material profi ts; -instead of an uncontrollable striving for the technological development -the application of the technological novelties in adequate proportions. Some of these new concepts continue this approach pointing out an essential role of the human and non-material capital in management, organizational culture of the business and also the cultural conditioning of society (Gonciarski 2009 ). It ties with the postulates predicated from the beginning of XXI century in order, fi rst of all, to base management on the intellectual capital (human, relational and structural), instead on material and fi nancial one (Evans 2005 , Grudzewski et al. 2010 , Jashapara 2006 , Jemielniak 2008 .
In the last decades of XX century a creation was made and it is currently intensively expanding the concept of the holistic paradigm, which includes an integral vision of the management process in many aspects, particularly of the social, ecological, and ethical problems (Kowalczewski 2008) . In the holistic approach the social questions express, among others, by the personalistic character of the paradigm, placing a human person in the center of the relationships and management processes. The infl uential essence of the man's and enterprises' activity on the natural environment does not permit to omit it in the elaboration of paradigmatic strategies of management. The specialists of management also consider ethical questions as very signifi cant in the management processes, not only in moral or social aspect, but also due to their correlation with effectiveness and effi ciency of management (Koźmiński 2004) .
A holistic approach allows both the management process and its interaction with a constantly changing environment to be seen. Science provides evidence that the economic system cannot function in isolation from a socio-ecological system, and thus the elements of the economic system's management should be based on a new holistic paradigm. On one hand, the need for such an approach arises from the necessity of taking social and environmental issues into account, and on the other hand -creating integrated management systems. In addition, management of cultural diversity is an increasingly important element of modern management and has its share in shaping the new holistic paradigm (Kowalczewski 2008a) .
Multicultural characterization of contemporary businesses pertains to an ethnic, cultural, religious or view of life diversity. It projects, in a signifi cant manner, on the interpersonal relationships and among the internal stakeholders of the business, as to clients, suppliers, cooperators, inhabitants of business's neighbourhoods or workers of the external institutions conditioning the effi ciency of the mutual communication and collaboration.
Social sciences, and management sciences in the particular mode, are very strongly connected with the system of confessed values. The holistic paradigm takes a system of values into account in a very wide sense, not limiting only to the material values but underlining a special signifi cance of the non-material values and goods, and also transcendental ones.
PARADIGM OF UNITY IN THE CONTEXT OF BUSINESS MANAGEMENT
According to the author, the above new paradigm in management science expectations meet a paradigm of unity concept, which could be found in the literature from the award presented to Chiara Lubich in 1996, the founder and then president of the Focolare Movement, an honorary doctorate by the John Paul II Catholic University of Lublin in the fi eld of social sciences. For the fi rst time, this concept was formulated by Adam Biela in laudation recognizing the laureate and the Focolare Movement as a source of inspiration to build a new interdisciplinary paradigm (Biela 1996) . The creator of the paradigm of unity has demonstrated its application in social sciences, particularly in psychology and economics (Biela 2006 (Biela , 2009 . Currently, this paradigm is the basis for the construction of theoretical models, empirical research strategies and application schemas in 12 scientifi c fi elds: economics, politics, psychology, social communication and media, law and justice, medicine, education, art, architecture, sociology, ecology and sport (Araujo 2010). Each of these paradigms of unity fi elds brings a new look at a human being and his/her relationships with others, with the surrounding material reality and on the transcendent dimension of this same human being.
The role and infl uence of the paradigm of unity in so many fi elds of science and in different aspects of human activities should not be surprising since this paradigm by its nature has both integrating and holistic character. It integrates different points of view in a scientifi c fi eld, and the researches of reality from the perspective of different fi elds. This paradigm is of a scientifi c nature and is compatible with various concepts of science (Grochmal 2013) and accommodates demand of the Kuhn's paradigm defi ned by: -contains metaphysical thesis concerning the functioning of individuals and teams in the human society, building interper-sonal relationships and references to the surrounding human biosphere; -defi nes ways to use methods and tools for the quantitative evaluation of the phenomenon and values of qualitative character (Grochmal 2013 (Grochmal , 2013b ; -uses clear and consistent methodology; -allows the development of effective research strategies.
These paradigms described above are the objective or methodological paradigms, and therefore try to classify different concepts, often mutually exclusive. However, because of its teleological nature, the paradigm of unity refers to the aim and not to the object or method of research; so it is diffi cult to classify according to the typology discussed above, yet it is possible to study and describe its characteristics.
The anthropological concept of a human is a basic assumption of the paradigm of unity and fi ts the contemporary trends of recognition of the primacy of a person over capital, and intangible assets over the material ones. The paradigm of unity gives a response to the contemporary needs of society because it shows a new way of looking at the phenomenon of social and cultural as well as economic processes, placing a man and his multifaceted needs in the center of interpersonal relationships within the enterprise and outside of it.
The formulation of the paradigm of unity constituted and constitutes a signifi cant response to the needs of a divided world and of a "split" man. The modern division of the world manifests itself in the diversifi ed quality of life and status of people's and societies' material wealth. The demarcation line runs both between countries, ethnic or social groups, as well as between individual people and their families. The division is most painful where, on one side of the divided world, a vast crowd of people living in extreme poverty remains, being socially excluded and barely being able to afford human existence.
A "split" man is most often an entrepreneur, scientist, inventor, doctor, journalist, and also an ordinary service provider who has a dilemma and an inner confl ict between living in truth, providing testimony about it and proclaiming it, performing his/her work in accordance with ethics, morality and accepted values on one hand; and the temptation to surrender to the pressure of political correctness, imposed ideology or the temptation of material benefi ts or career on the other. It is also a situation of enforced separation between private life (home, family, circle of friends), in which a person is guided by values such as love, friendship, gratuitous gifts, sharing of goods, and professional or public life (environment of work or public activity), where he/she must conceal his attachment to these values for the fear of ridicule, criticism, or even more dangerous consequences.
A theoretical analysis and research of practical application of the paradigm of unity in the management sciences presents the author's paper (Grochmal 2013) . In these sciences this paradigm is expressed by a new style of management of businesses according to so-called economy of communion project (Lubich 2007) . It is an idea proposed by Lubich in 1991 and currently applied in more than 800 businesses worldwide, whose experiences have become not only an inspiration for the author of the paradigm of unity (Biela 1996) , but made a contribution in creating a new organizational culture and have signifi cant infl uence on society.
The project of economy of communion postulates a creation of businesses in which the base value is a human and the interpersonal relationships. All economic, cultural, and social activities in businesses are subordinated to this value. The main objective of these businesses is to eradicate, or at least signifi cantly reduce poverty, material indigence, and social exclusion. Lubich has proposed a particular way of profi t-sharing, worked out in the normal market activity with all its conditioning, rules and limitations (economic effi ciency, taxes, competition, environment protection). After assurance the equitable payment for employ-ees, and after tax the owners (entrepreneurs) distribute profi ts in three parts. One part is destined to people living in indigence, to create conditions of the suitable life for them and to help them with such basic necessities as food, medicines, clothing (until they fi nd a job or start with own activity). The second part of the profi ts is reinvested in the business to provide sustainability and continued growth. The third part of the profi ts serves in developing of structures and the formation of people with new mentality, who want to fulfi l this style of life based on the culture of giving (i.e. the sharing the material goods and intangibles with others) (Lubich 2007) .
The suggested sharing of profi ts is a radical proposition for the entrepreneurs but it is only one of all aspects of the paradigm of unity in the economy of communion. The true novelty consists of the placement of the human being in the center of all relationships. From here the need to share all goods with those who don't have them results. This is not simply a charitable endeavor, but a true communion of the many stakeholders of the business (Specht 2008) .
Such an approach requires a cultural change, a reposition of attitudes, values and mentality as well of entrepreneurs, as employees. It is expressed not only by the recognition of the dignity of the poor, but also by the appreciation of the human capital in the business. From this position the requirement of the suit life conditions of employees results, but also their responsibility towards the business (Grochmal 2011a) .
In the economic process, the paradigm of unity requires other, equally important goals to be taken into account also, especially of the non-measurable character. This concerns, among the other things, the growth of human, social, relational or spiritual capital. These goals can be achieved by practicing a new style of management, based on personalistic vision of a human and his/her role in a company, on building the relationships of mutual references which through the intrinsic values enrich people contributing to their development in each dimension.
The paradigm of unity requires from the entrepreneurs (owners, shareholders, managers) the building of open and professional relationships with all stakeholders, thus creating relational capital, based on mutual respect and trust. The difference between the classic approach to the creation of relational capital and building relationships based on the paradigm of unity is primarily a teleological one. In the fi rst case, it is mainly about building relational capital in order to achieve specifi c economic effects, marketing recognition, or competitive advantage, and in the second case about creating relationships based on the paradigm of unity, it is primarily used to build unity, fraternal relations, friendships, thanks to which the company is converted into a community.
The paradigm of unity forms a new organizational culture in the economy of communion businesses in various aspects, from which the most important are : -anthropological: appreciation of each person in the business independently from the function and role; -ergonomic (labor): a vision of the work in all its dignity, independently from the technological or organizational level; formation a culture of work "for" and "with"; -economic: an orientation on the creation of goods, services and work places for the common good and not only a limitation for own development and profi t; -cultural: non-identifi cation with the capitalistic culture, creating and developing a new culture of opposing to the culture of having; -spiritual: exploration of the transcendental values and the effects of the infl uence of Divine Providence, also in the economic activity of entrepreneur. The aspects mentioned above characterize the paradigm of unity in the management process and at the same time defi ne the essential entrepreneur's and employee's features which they should cultivate in order to manage and work in full conformity with the idea of this paradigm.
MENTAL AND CULTURAL CHANGES OF ENTERPRISE MANAGEMENT IN ACCORDANCE WITH THE PARADIGM OF UNITY
The implementation of the paradigm of unity in management requires a fundamental change of the management style in reference to the current standards. Each of above mentioned aspects contributes to the structure of the management approach and determines the applied methods. Therefore, which mental and cultural changes should be expected from the business's stakeholders so that the management process is in accordance with the paradigm of unity? It is worth also to ask about the evaluation of the effects which can be acquired by the implementation of this new paradigm in the management sciences.
An important requirement of the paradigm of unity in the anthropological aspect is the appreciation of every person in the company resulting from a moral attitude to building sincere and respectful relationships between employees, customers, suppliers, representatives of public administration, as well as competitors. The attitude of openness, kindness and friendship towards others is transferred from the corporate environment to its neighborhood and changes social relations. In anthropological terms, one should emphasize the dignity of the worker and other stakeholders, their talents and abilities, the concern about the health and conditions of work, creation of a climate, providing an atmosphere of satisfaction, friendship, mutual respect and building interpersonal relationships.
One important matter in management based on the paradigm of unity is the ergonomic aspect. It refers to the original understanding of ergonomics as science of work like described by the creator of this science, Jastrzębowski (1857 Jastrzębowski ( /1997 . The paradigm of unity restores the original meaning of human work and entrepreneurship. Work is considered an opportunity for professional and spiritual development of every human being, which fi rstly evaluates the way of production, forming a community of persons involved in the work process, care for environment and respect for nature. Such an understanding of the work process also includes its intellectual, aesthetic and moral dimensions. Work is seen in all its dignity, regardless of the technological or organizational level, together with striving for professionalism.
Employees feeling co-responsible for the development of the company try to create and implement corporate culture that maximizes strategy directed "towards the other", working "for the other" and "with the other". Work "for the other" requires treatment of the recipient of produced goods as a close relative, with full consequence of relations between them. Such a strategy contributes to greater profi tability, because the attention to the goods' recipient generates higher products' quality. Work "for" also allows to transfer the added value to those who are not directly involved in the production cycle (i.e. for the poor). Finally, the work "with the other" teaches solidarity, teamwork and cooperation for the common good.
The paradigm of unity shows a new way of implementing teamwork, which means not only performing a variety of tasks in order to achieve one purpose, and therefore the implementation of a project by many people, each conducting a variety of tasks. Teamwork by the paradigm of unity is something more, it is the common implementation of a common goal based on mutual help, common vision of not only own work results, but also the work of the other with whom we want to achieve a common goal.
Similarly, the participation of employees in the decision-making process consists of presenting a vision by every participant of this process, which the others listen to attentively, not looking at once for the reasons for its rejection. Only after the presentation of all solution concepts of a given problem, each proposal is analyzed from the angle of common interest, combined with other ideas and resulting in a common vision effect of the whole issue. Acceptance of the fi nal solution should take the essential arguments of all participants into account, and if they are mutually exclusive, the discussion focused on the common good should permit to reach a consensus. The condition for effectiveness of such a decision-making process is the ability to unite all participants with readiness to lose their ideas for a common concept (Grochmal 2014) .
The entrepreneur feels responsible for the professional development of a dependent employee and applies the corresponding continuous forms of education, in part stimulating the integral (intellectual, spiritual) personal development of all associates. Entrepreneurs and workers are trying to create an atmosphere of mutual assistance among themselves, in which everybody provides their knowledge, skills, professional experience, and competences at the disposal of others in a natural and free way. Employees feel co-responsible for the enterprise as well as the economic process and take pride in creating a good image for the company, including good relationships with other stakeholders.
According to the paradigm of unity, businesses produce goods and provide high quality services, which are human-friendly, safe, environmentally friendly and are marketed at fair prices. Acceptance and respect of common values in the economic process generates a high level of trust in mutual relationships. Management of companies, focused on the common good of society and not on the private interest of an entrepreneur, also implies maximum environmental concerns, expressed by saving energy and natural resources as well as investments in renewable energy sources.
Through work a human grows in his/her humanity, sharing with others the result and experience of his/her work. This same human being participates in the communion of material and non-material good, contributing to social and civic life of the com-munity (Araujó 1996) . For many entrepreneurs and employees work comprehended and implemented in accordance with the ergonomic aspect of the paradigm of unity is an opportunity to grow in their humanity to enrich the spiritual development, to deepen their spirituality and to detect the transcendent dimension in their life, as well as to build unity with God and with other people.
First of all, an economic aspect leads to the creation of goods, services and work places for the widely understood common good. In this aspect, an organization of help for the people living in extreme poverty and indigence has an essential signifi cance. This help does not consists of the philanthropic acts by a fi nancial support from time to time, but of the continuous and systematic actions giving to the benefi ciaries of this help a concrete chance to get out of poverty. The poor to which a part of profi ts is transferred are the partners of business, its external stakeholders. They not only benefi t from the help, but also bring into the community of goods what they have and what they can give to the others: their talents, time, benevolence, or prayer.
In the classic logic of economics, in order to solve the social injustice problems in the distribution of goods resulting from poverty, one usually appeals to charitable institutions, nongovernment organizations, and/or foundations. Addressing businesses, (whose fundamental aim is not the distribution of material goods but creating work places, manufacturing products and rendering of services), so in a sense to the sources of social injustice and encouragement to changes in the management style and in organizational culture, creates a chance for the reduction of poverty and a distribution of goods more fair in the worldwide dimension. Such understood business constitutes an instrument of the renewal of the social-economic life on the inside, as well as the outside the business.
Businesses, according to the paradigm of unity, operate within a market economy; however, they do not identify themselves with the culture of capitalism. They create, promote and disseminate the culture of giving, which opposes the egoistic culture of having. The core premise of the style of management for the paradigm of unity is the sharing and mutual enrichment with the material and nonmaterial (e.g. spiritual) goods, according to the sentence that the "good" possessed jealously only for oneself, impoverishes its owner because it deprives him/her of the ability of giving and reciprocating, which is the true inheritance of a human, one providing joy.
The formation of the entrepreneurs (also other participants of the management process) to the culture of giving, to an altruistic sharing, to the attitudes open to other human's needs, is realized by the exchange of experiences, organization of conferences, courses, and also by the education of different study branches and scientifi c development at some universities in different countries, in Italy (Loppiano, Milano, Roma, Cagliari) (Istituto … 2009), Argentina (Buenos Aries), Brazil (Sao Paolo, Curitiba) (Lubich 2007) , or Cameroon (UIDB) (Nkeze 2012) .
The spiritual aspect of the unity paradigm is in some sense the keystone of other aspects. An entrepreneur who decides to conduct his business in accordance with the assumptions of the paradigm of unity directs his activities in each of the aspects to the transcendence, which is something more than just a profi t.
Spirituality enables to get to know oneself and the basis of behaviors and interpersonal relationships. It also enables one to make reasonable decisions in diffi cult situations, sometimes extreme. Spiritual development of a human and the atmosphere in the work place focused on spirituality, bring signifi cant benefi ts both in terms of non-material relations (cooperation instead of competition, creation of the common good, respect for others), as well as in the particular economic dimension. People, consciously referring to their spirituality, generally perform their duties better, are more open to inspiration and thus more creative. In addition, they generate an "added value", fulfi lling themselves by doing "something more" than what is contained in the employment contract (Grochmal 2014) .
One can observe the weakening of egocentrism in the entrepreneurs and employees who follow spirituality at work, and at the same time appreciation of other people's fate and problems of the community or society. In addition, there is a decrease in the need of individual success, power or having material goods, and the concern for the common good increases independence in evaluations and judgments. With the spiritual development, the worker increases his sense of responsibility, striving to increase productivity and creativity to deliver better products and services, not only because he/she feels responsible for the results of his/her work, but also because he considers himself/herself to be one of the members of the community, united by something more than just a common work place. This belongingness to the community also results from the creation of strong and positive interpersonal relationships (I am related, therefore we are). Furthermore, the entrepreneur or manager along with the spiritual development manifests the conversion from the management of people, to the leadership of people.
Organizational culture which incorporates spirituality in the workplace is, therefore, sensitive to open and honest communication, teamwork, and cooperation rather than competition. The companies create relationships with competitors in a loyal and honest way, showing the real value of their products, and refrain from negative evaluations of competing products and competing activity.
The paradigm of unity in spiritual aspect gives a possibility of creating a community which integrates all its members on the basis of essential and long-lasting values in the work place. Such a community allows to evaluate causes and consequences of interpersonal confl icts, and to look for the solutions in order to prevent all the confl ict situations in the dialog way.
The spiritual dimension of a human in the workplace (manager, employee, customer, supplier, each stakeholder) plays a very important role in relationship and personal growth with a contribution to a signifi cant increase of the company's value, both when it comes to economic and intangible assets. In addition, spirituality makes each participant of the management process look at each other in a holistic manner, integrating physical and psychological aspects with the spiritual ones, not separating his/ her personality between private and professional life (Grochmal 2014) .
The paradigm of unity is characterized by the integral (holistic) look at the management process and, fi rst of all, underlines the positive, integrating aspects of the economic process and interpersonal relationships. Instead of accenting the threats that come up, for instance, the multiculturalism of the stakeholders, it shows the positive effects of cultural diversity, mutual enrichment and striving to the social integration and multifaceted development of each man. The paradigm of unity wants to replace -also in the economic processes -a schema of people's behaviors, which are typical for the n-person competitive zero-sum game (the profi ts of some subjects are balanced by the losses of others) with behaviors characterizing the cooperative game "win-win", in which everyone profi ts, and in which there are no winners or losers (Biela 2012) .
AXIOLOGICAL INTERPRETATION OF THE ENTERPRISE'S PURPOSE WITH ACCORDANCE TO THE PARADIGM OF UNITY
In the businesses managed according to the paradigm of unity one can observe an existence of the strong organizational culture characterized by the explicit, wide-spread and deeply rooted orientation placed onto the values (Grochmal 2011b) . This culture in the axiological sense brings, on the level of the management sciences, a value which constitutes a human person and the interpersonal relationships in the management process.
Years of social and economic experiences of the Focolare Movement members (Lubich 2002) are the inspiration of this new organizational culture, and the spirituality of which is in the great extent oriented on building of unity with all people of good will. Unity of one with the others can be seen, inter alia, as understanding of theirs needs and striving to satisfy them, as it also happens in social and economic dimensions. A human, with the exception of the welfare satisfaction and social needs, wishes to be appreciated and/or respected with dignity, accepted in his/her actions, especially where he engages himself/herself in social activity or in the environment of "work". The interpersonal relationships in the work environment and systems of values declared by entrepreneurs and employees also concern the external stakeholders, so they infl uence the outside of the business.
Contemporary researches of the market show that clients buy products of these companies more often, about which it is possible to receive credible information that good interpersonal relationships are current in them, where the employees and also the clients and other stakeholders are appreciated and respected (Zamagni 2003) . Similarly, businesses managed according to the paradigm of unity can acquire an element of the competitive advantage due to the declared system of values, style of management, and observance of ethical behaviors in their activity instead of a negatively aggressive campaign against competitors (Ridolfi 2008) . In these businesses something like a common human capital with big productive effi ciency arises. Sharing and understanding of the premises, which are guiding for entrepreneurs, make a contribution to an increase of motivation of the employees; very often this becomes "a specifi c fl ywheel of the development, one which mobilizes imagination, energy and professional capabilities" (Parolin, Puangco 2002) .
The proposition of this new style of management according to the paradigm of unity converges with a vision of the business, showed by John Paul II in his encyclical Centesimus Annus, as a solidary community of persons and not only an association of capitals (Jan Paweł II 1991) . From the understanding of the business as a community of persons, as well of those who contribute a necessary capital as of those who provide their work, a necessity of existence in the company's interpersonal attachments is resulted, a wealth of mutual contacts, an awareness of the collaboration for the common good, activities consistent with the law and in full observance of the unalienable dignity of every man.
Close and good relationships between the employees and with all external stakeholders create a relational capital of the low confl ictions which enable management in critical business situations, the solution of confl icts, the postures of the positive attitudes of the involvement in the company, creating a good image of the brand, opening the business to the innovations.
The management of the businesses according to the paradigm of unity in a sense is convergent in the assumptions of the Corporate Social Responsibility (Ridolfi 2008 , Grochmal 2010 ; the entrepreneurs operate in the social responsible way not only because this is profi table (in a sense of the competitive advantage), but for a very value of social responsibility and for a right understanding of the social role of the enterprise.
In a new way, the paradigm of unity defi nes the aim of the business as a community of the persons constantly sensitizing on the relationships, where working means to work with others and for others, means to do something for someone (Jan Paweł II 1991) . Resources of the enterprise, production of goods and acquired profi ts are oriented to the increase of the productivity for the common good, in which all economic activity should also be oriented; then the enterprise can be considered as a social good.
PARADIGM OF UNITY IN THE PRACTICE OF MANAGEMENT (EMPIRICAL RESEARCH)
Some entrepreneurs' management of the contemporary business is only directed at progress and development with subordination of all resources to these aims, including human ones. Such an instrumental treatment of people very often causes tensions or confl icts, leads to the exploitation of an employee and, fi rst of all, negates his/her dignity. Such situations can also arise in the economy of communion businesses when the important purposes of the company (for instance, the transfer a part of profi ts to the poor) put shade on the good and dignity of the employee. So, it seems very advisable to verify the attitudes and behaviors of entrepreneurs or employees in the economy of communion businesses by the external observers, as well as to create an opportunity for self-assessment.
It is interesting if and to what extent the business executes the paradigm of unity in practice. In order to make it possible, the author has elaborated a research procedure which gives a quantitative estimate of the conformity between the practice of management with declared application of the paradigm (Grochmal 2013) . This procedure has universal character and may be used for the quantitative evaluation of the conformity of the management practice with any pattern or model of behaviors.
Six content dimensions of the paradigm of unity were chosen to make an evaluation of an extent of conformity between practice and declared paradigm (Grochmal 2012) .
Human capital, expressed by the placing the human person in the center of any actions: -leading idea of management in the business: "man as a subject of work and organizational structures", -stimulating the development of individual career of employee, -creating an organizational climate based on the mutual trust and social integration, -organizational and management priority to strive for consistency between the company's objectives and goals of individual employees, -contact with its former employees, pensioners, -investing the part of the profi t in order to improve working conditions, workplace ergonomics and safety of the employees. Relational capital, created by mutual relationships in the business and on the outside: -quality of the mutual relationships between owners / managers (board members) and employees, between company (management board, employees) and its customers, contractors, suppliers and competitors, local community, banking institutions, tax offi ces and other institutions of administration, -rate of confl ict or crisis problems' solvability by the close and good relations with all stakeholders, -collaboration with other businesses and social institutions in the spirit of solidarity. Economics -profi t sharing in the perspective of the help for the poor: -acceptance of the partial profi t transfer by the owners (shareholders) to the persons living in indigence, -size of the profi ts transferred in aid of the poor, -awareness rate (among the employees) of the partial profi t transfer to the poor and of the culture of giving, Investment in the sustainable development of the enterprise: -the owners' (shareholders') acceptance of a need to invest in the sustainable development of the company, -rate of satisfaction of needs in order to aid the sustainable development of the company. Organizational culture, formed by the promotion of the culture of giving: -the owners' (shareholders') acceptance of the principle that "the profi t, which was not shared with the other in need and taken only for himself, ceases to be good", -the size of the profi ts transferred for purposes of organizational culture, -environmental concerns.
Spiritual capital: -using available means of communication in order to maintain living relationships with other businesses, mutual support, assistance and solidarity, -building the common good by creating relationships with people in the company's environment based on the principles of openness, kindness, friendship, and appreciation of each human person, -participation of employees in strategic decision-making for the company, -production of healthy and useful products, user-and environment-friendly, or providing safe and useful services to the public, -building awareness of the unity, expressed through the understanding of "the work" as "work with others" and "for others", -belief in Divine Providence as a help for the company to build spiritual capital (as the unity between people) and the common good. On the basis of the above mentioned content dimensions, a questionnaire was constructed; it contained six questions for each dimension which made this inquiry more detailed. Then, this questionnaire was sent to the experts (scholars, specialists) from over a dozen countries who know the problematic aspects of the paradigm of unity and the economy of communion with a request to appraise a degree of validity of each content dimension and aspect in the management process, according to the paradigm of unity. On the ground of the received answers the weight coefficients were calculated for each content dimension and each aspect based on two methods: a) Biela's method from Catholic University of Lublin consisting in the estimation of weight coeffi cients through the allocation of some points from the pool according to the force of this factor (dimension/aspect) of the management process in the economy of communion spirit for each dimension and each aspect; b) method known as Analytic Hierarchy Process elaborated by T. Saaty from University of Pitsburgh (Saaty 1990) , based on the description of the degree of mutual preferences (dominations) between dimensions (and aspects) through the pairwise comparison. An analogical questionnaire for the entrepreneurs (managers) was created in connection with the above mentioned methods (completed by some additional questions) and has been sent to several hundred economy of communion businesses with a request to evaluate the extent of the fulfi llment of all content dimensions and aspects in the practice of management. This questionnaire was formulated in form of an active internet inquiry (in 7 languages), so the answers didn't take up much time for the respondents. Author has received the answers from 110 businesses from 22 countries in Europe, North and South Americas and Asia.
On the basis of the received answers it was possible to determine the hierarchy of the importance of all content dimensions and aspects executed in the management process in these businesses.
Based on the mathematical model created by the author (Grochmal 2013), which takes into account the weight coeffi cients defi ned by the experts and the answers received from the entrepreneurs, an extent of the style of management conformity with the paradigm of unity was calculated for each business.
The evaluation of the importance of each content dimensions defi ned by the experts seem to be interesting as well as the extent of their realization in practice after self-assessment of entrepreneurs; it testifi es to the mental and cultural changes appearing in the theory and in the practice of management (Grochmal 2013 ).
The experts have defi ned as the most important the next content dimensions: spiritual, relational and human capital. It is convenient to the contemporary trends in management sciences, where the spirituality in the management processes plays a signifi cant role (Zsolnai 2011) . The same dimensions (capitals), but only not in the same order: the relational, spiritual and human capitals the entrepreneurs have found as the most important aspects in the fulfi llment of the paradigm of unity in the practice. This speaks about a big signifi cance provided by the practitioners of management to the interpersonal relationships in the business, as well as out of it.
As the most constitutive mental and cultural changes the practitioners have found: -interpersonal relationships based on the honest and ethic proceeding, -partnership in the business and out of it, based on mutual trust, -recognition and signifi cance of spiritual values and the spiritual growth of people participating in the management process, -radical change in the treatment of contractors to improve the relationships with them, -abandoning the paternalistic-authoritarian style of management along with the changes of technology and organizational structures, -increasing of business values, not only in the material sense (effi ciency and growth of material capital) but, fi rst of all, through the growth of immaterial capitals: increase in employment, improving the work and safety conditions, improvement of professional qualifi cations, solutions of social problems, shaping a cultural and spiritual formation of the employees, -planning of the investments in the business with longer time horizons, -looking for new, creative solutions in order to improve the society and not only the business.
CONCLUSIONS
The multiplicity of the paradigms in the management sciences described above, speaks -in the relation to the Kuhn's concept of science development -of the initial phase of development in this scientifi c fi eld. Existence of the concepts and theories of management, compared with a diffi culty, which is a characteristic for the protoscientifi c period, prove the lack of generalized paradigms and coherent ontological or heuristic models; in addition it also proves the lack of uniform interpretation of the scientifi c values and the criteria of the qualifi cation of science (Szpaderski 2009 ).
Presented paradigm of unity is part of an attempt to search for such a generalized paradigm. As a teleological paradigm it appreciates specifi c, personal experience. The primary expression of this paradigm is also a genuine compatibility of life (personal and professional) in each of its fi elds with proclaimed ethical principles. In the context of management it is expressed by the conformity of the declared and practiced system of values by the entrepreneurs with the style of management (Grochmal 2013) .
